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Leadership in the hospitality industry is essential to the prosperous operation of the firm (Hassi, 2019), just as it is in any other sector. Staff members can be inspired and engaged by strong leadership (Popli and Rizvi, 2016). It has been demonstrated that a workforce that is enthusiastic is also associated with greater corporate performance (Schneider et al., 2018). This essay is designed to assess the effect of various leadership styles on the morale of employees and the efficacy of teams in the hospitality sector. The evaluation has the following objectives: (i) to offer a comprehensive examination of a variety of leadership theories; (ii) to compare and contrast the benefits and drawbacks of precise leadership styles in the context of employee morale and team dynamics; (iii) to provide specific examples or case studies to illustrate the application of these approaches in hotel management; (iv) and to examine the extent to which various leadership styles can either improve or diminish the efficacy of a team and the satisfaction of its employees in the hotel and hospitality sector, based on the investigation of the body of knowledge.

McKinsey and Company (2024) provide a comprehensive definition of leadership. Thus, according to McKinsey & Company (2024), leadership is a collection of approaches and behaviours that help individuals align themselves in a collective direction, permit them to collaborate and achieve goals that they have in common, and assist them in adapting to environments that are always changing. Leadership and management, although frequently considered synonymous, possess unique functions and emphases within an institution.

Leadership implies providing support and direction to employees, and it aims to motivate employees to complete tasks, be creative, and innovate (Hughes, 2018). Generally, leaders focus on inspiring and guiding individuals or teams toward achieving goals (Malinga, Stander, and Nell, 2019). They emphasize vision, motivation, and influence, and they have key traits such as visionary, motivational, innovative, and supportive (Nawaz, Khan, & Khan, 2016). According to Hon and Lui (2016), effective leadership in hospitality organisations is crucial for fostering creativity and innovation, which are essentials for maintaining competitive advantages and enhancing firm performance. Leaders play a significant role in creating a supportive environment that encourages employee creativity by providing creativity-relevant feedback, information, and support. Moreover, this support helps mitigate the negative effects of uncertainties such as low innovative effectiveness, refusal to accept to change, and job stress, which can hinder individual and group creativity. Additionally, according to Hon and Lui (2016), effective leadership promotes a participative climate and task interdependence, facilitating better communication, collaboration, and problem-solving among team members. By addressing these factors, leaders can enhance both individual and group creativity, leading to improved organisational outcomes, such as improved career satisfaction, professional success, team performance, and innovation.
 
On the other hand, management is the process that coordinates, directs, and guides the efforts of organisation members towards the achievement of organisational goals (Sharma and Jain, 2013). Managers focus on resource control, delegation, and workplace efficiency (Anwar and Abdullah, 2021). They guarantee the efficient and effective completion of tasks. They possess key traits such as organisation, resourcefulness, efficiency, and control (Sahin, Koksal and Ucak, 2015).

Thus, there are significant differences between leadership and management. Leadership is more about influencing and inspiring people, whereas management is about planning, organizing, and controlling resources. Moreover, leaders aim to create a vision and inspire change, whereas managers aim to achieve specific organisational goals through structured processes (Algahtani, 2014). Furthermore, leaders often engage with their teams on a more personal and motivational level, while managers focus on task completion and efficiency (Al Rahbi, Khalid, and Khan, 2017). According to Jonhson (2024), in hospitality sector, leaders inspire and motivate, whereas managers plan and execute.​ Managers play a fundamental role in the culture and daily operations of hotels, while leaders are individuals that generate innovative concepts, perceive wider viewpoints, and engage their teams in adopting new initiatives (Johnson, 2024). The role of a leader is to envision grand possibilities, recognise the potential in individuals, and assist employees in navigating their development and fulfilment (Johnson, 2024).

There are numerous theoretical approaches to leadership, such as trait theory, behavioural theory, contingency theory, transformational leadership, transactional leadership, situational leadership, servant leadership, leader-member exchange (LMX) theory, charismatic leadership, and authentic leadership and others.

Trait theory posits that individuals possess innate characteristics that make them great leaders (Hunt and Fedynich, 2019). Intelligence, self-assurance, integrity, sociability, and determination comprise these characteristics. According to this theory, these characteristics are inherent and can be used to predict the efficacy of a leader. 

Behavioural theory emphasises the behaviours of leaders rather than their characteristics (Northouse, 2021). It implies that effective leadership is predicated on behaviours that are learnt and can be defined. Task-oriented behaviours (initiating structure) and people-oriented behaviours (consideration) are among the most significant behaviours.

Contingency theory asserts that there is no single optimal leadership approach. Conversely, the effectiveness of a leadership style is contingent upon the circumstances (Amanchukwu, Stanley, and Ololube, 2015). Fiedler's Contingency Model, which correlates leadership style with situational favourableness, and the Path-Goal Theory, which asserts that leaders should modify their style to accommodate the requirements of their followers and the work environment, are key models within this theory.

Transformational leadership theory emphasises leaders who motivate and inspire their adherents to achieve extraordinary results (Pawar, 2016). Transformational leaders are distinguished by their capacity to effect substantial change through the application of vision, inspiration, intellectual motivation, and personalised consideration. 

The foundation of transactional leadership is a system of incentives and penalties (Jaqua and Jaqua, 2021). This style of leadership emphasises the importance of group performance, organisation, and supervision. They encourage compliance by employing penalties and incentives.

Situational leadership theory, which was devised by Hersey and Blanchard, posits that the readiness of followers is a critical factor in determine the effectiveness of leadership (Meirovich and Gu, 2015). Leaders must adjust their approach (directing, mentoring, supporting, or delegating) in accordance with the maturity and proficiency of their team members. 

Servant leadership prioritises the leader's duty as a servant. Leaders prioritise the requirements of their team members and assist them in developing and performing at their highest level (Olesia, Namusonge and Iravo, 2014). Empathy, listening, stewardship, and community building are the primary objectives of this methodology.
The relationship between leaders and individual adherents is the primary focus of the Leader-Member Exchange (LMX) Theory (Erdogan and Bauer, 2014). It asserts that leaders establish distinctive one-on-one relationships with each follower, which can lead to in-groups (high-quality relationships) and out-groups (low-quality relationships). Job satisfaction and performance are positively correlated with high-quality LMX relationships.

Charismatic leadership theory posits that leaders have specific charismatic qualities that motivate and inspire their adherents (Nikoloski, 2015). These leaders are frequently perceived as heroic and capable of extraordinary accomplishments. They employ their persuasiveness and charisma to sway others.

Authentic leadership underscores the significance of transparency and authenticity (Kelly, 2023). Authentic leaders prioritise the development of sincere relationships, lead with their spirit, and are self-aware. They are consistent in their actions and values, which cultivates integrity and trust. 

The aforementioned theories offer a diverse array of viewpoints on the characteristics of an effective leader and the approaches in which leadership can be customised to meet the needs of various followers and contexts.

Transformational leadership is significantly pertinent in the contemporary hospitality sector, according to one's perspective. This leadership style has numerous advantages and disadvantages in the context of employee morale and team dynamics. 
Transformational leaders cultivate a sense of shared purpose and unity within the team in relation to team cohesion (Hawkins, 2021). They foster team cohesion and collaboration by articulating a compelling vision that aligns team members towards shared objectives. If not managed with care, the strong emphasis on unity can occasionally result in the suppression of individual opinions and creativity, which is known as groupthink.

Transformational leaders possess the capacity to inspire and motivate their staff members, which can have a substantial impact on employee morale (Hawkins, 2021). Their focus on personal growth and acknowledgement cultivates a sense of gratitude and worth among employees. However, the high expectations and unwavering pursuit of excellence can occasionally result in stress and exhaustion, which can have a detrimental effect on morale if not adequately balanced with support.

Transformational leaders frequently promote open and transparent communication, which can enhance trust and comprehension among the team, in order to enhance communication efficiency (Hawkins, 2021). This open dialogue facilitates the timely and effective resolution of issues. Nevertheless, the emphasis on open communication can occasionally result in information inundation or miscommunication if it is not structured appropriately. 

Transformational leaders empower team members by delegating responsibilities and promoting autonomy in relation to empowerment and autonomy (Hawkins, 2021). This empowerment has the potential to result in a greater sense of ownership and job satisfaction among employees. Nevertheless, not all team members may be at ease with high levels of autonomy, and some may require additional guidance and support, which can result in performance inconsistencies.

Transformational leaders can motivate their teams to devise novel and efficient solutions by fostering innovation and creative problem-solving (Hawkins, 2021).  This can result in a team environment that is forward-thinking and dynamic. Conversely, the relentless pursuit of innovation can occasionally induce anxiety and stress in team members who may experience a sense of being overpowered by the necessity of consistently devising novel concepts. Additionally, the robust influence of transformational leaders can cultivate a team that is highly responsive to the leader's vision and direction, as well as one that is loyal and motivated. Nevertheless, this dependence may prove problematic if the leader departs the organisation, which could result in a decline in morale and a loss of direction. 

Additionally, transformational leaders can foster exceptional productivity and performance by fostering high levels of motivation and engagement (Hawkins, 2021). However, if not managed effectively, the emotional investment and the continuous pursuit of high performance can result in exhaustion and fatigue among team members.

Transformational leaders frequently establish robust, trust-based relationships with their team members, which can improve team morale and dynamics (Hawkins, 2021). Nevertheless, these intimate relationships can occasionally result in perceptions of favouritism or bias, which can cause divisions within the team and have a detrimental effect on morale.

Additionally, transformational leadership has the potential to cultivate a culture of continuous improvement by facilitating substantial positive changes and enhancements within the team (Hawkins, 2021). Nevertheless, transformational leadership necessitates a high level of expertise and may not be appropriate for all team dynamics or leaders. Moreover, achieving equilibrium between the administration of daily operations and the facilitation of change can be challenging.

Finally, transformational leaders can cultivate a team that is both passionate and committed as a result of the emotional engagement they nurture (Hawkins, 2021). Conversely, the high emotional investment necessitated can be taxing for both the leader and the team members, potentially resulting in lower morale and emotional exhaustion over time.

Therefore, transformational leadership has the potential to substantially improve employee morale and team dynamics by cultivating a sense of innovation, motivation, and unity. Nevertheless, it is not without its obstacles, including the potential for exhaustion, reliance on the leader, and the perception of favouritism. It is critical to strike a balance between these advantages and disadvantages in order to effectively implement transformational leadership in any team environment.

The list of well-known transformational leaders in the hospitality industry include: Bill Marriott - Executive Chairman and Chairman of the Board of Marriott International, recognised for his leadership in expanding the Marriott brand globally; Isadore Sharp - Founder and Chairman of Four Seasons Hotels and Resorts, recognized for his innovative approach to luxury hospitality; Arne Sorenson - Former President and CEO of Marriott International, credited with leading the company through significant growth and the acquisition of Starwood Hotels (Blueprint RF, 2024).. These leaders are known for their visionary leadership, ability to inspire and motivate their teams, and their focus on innovation and customer service.

In conclusion, leadership in the hospitality industry is essential to the prosperous operation of the firm, just as it is in any other sector. Staff members can be inspired and engaged by strong leadership. This essay has evaluated the influence of various leadership styles on the morale of employees and the efficacy of teams in the hospitality sector.
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